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Leaders are the pioneers of followers who influence and motivate them to act according to achieve a 

common goal. This research aimed to understand the impacts of leadership on the performance of em-

ployees/subordinates within an organization. The study aims to demonstrate how the performance of 

the team members of an organization is affected by the behaviours, approaches, and actions of its 

leaders. 

To attain this purpose, quantitative research has been conducted based on a case study of SSL Wire-

less, a Bangladesh-based company that provides IT-Enabled Services (ITES) and Fin-Tech Solutions 

to its customers. A structured 5-point Likert Scale questionnaire was provided to a stratified randomly 

selected sample of 25 participants from the case company to collect and analyze primary data. Later, 

statistical analysis was conducted using the Chi-Square test to support the research statement and hy-

pothesis of whether leadership has an impact on leadership or not. For secondary data, articles, statis-

tics, news, books, and documentaries from different authentic online and offline sources have been 

used. 

After analyzing both primary and secondary data, the result shows that leadership styles are positively 

correlated with the employees’ performance. Though the case company is currently practicing the 

Democratic Leadership style, the recommendation is made to improve the communication skills of 

the leader to decrease the portion of unsatisfied employees. Moreover, to bring better performance, 

the company should think of experimenting with other leadership styles and theories, such as Situa-

tional leadership, Transformational leadership, or Transactional leadership, which are highly effective 

in overcoming unwanted situations and motivating the new generation’s employees. 
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Autocratic leadership, Democratic leadership, Employee performance, Leadership theories, Likert 

scale, Situational leadership, Transformational leadership, Transactional leadership. 



 

 

CONCEPT DEFINITIONS 

 

 

BASIS 

Bangladesh Association of Software and Information Services (BASIS) 

 

CMMI 

Capability Maturity Model Integration stands for process-level improvement training and appraisal 

programs. 

 

ITES 

IT-Enabled Services 

 

LDP 

Leadership Development Program (LDP) is a set of extensive training programs where essential train-

ing can be included to improve the quality of current leadership and retain current leaders, identify fu-

ture potential talent and ensure that the talent has enough logical means to achieve the potential within 

the company. 

 

SSL 

Software Shop Limited  

 

SMART 

Specific, Measurable, Achievable, Relevant, Time-bound 
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1 INTRODUCTION 

Business has become more competitive in recent years due to the rapid shifts in technology and the 

surrounding environment. Companies are struggling to gain competitive advantages over their compet-

itors. Many business experts and organizations' CEOs believe that a strong human resource pool with 

potentially motivated employees benefits organizational development and gaining advantages over 

others. Upon realizing the importance of better management of human resources, organizations are 

now investing in Human Resource Development to develop highly effective business leaders for com-

petitive advantages. They are concerned about improving the practices of different leadership styles 

since effective leadership is crucial for operating an organization smoothly and profitably. 

A company can achieve a competitive advantage by positioning itself ahead of competitors by achiev-

ing distinction in quality with low cost, high value of product and brand, or with creative innovation. 

Many other strategies can lead to competitive advantages, but maximizing the potential of Human Re-

sources is the most influential business strategy in modern management practice. 

Several studies have shown that a strong HR culture and management practice can be one of the funda-

mental factors in achieving competitive advantages. A positively motivated employee can achieve 

higher targets, minimize costs, and help the organization with creative ideas. And here comes the role 

of an effective leader. 

Leadership is the process through which decision-makers persuade their followers, and perhaps them-

selves, that a certain kind of action is required to achieve a desired outcome (Grint 2005, 1469). Con-

ger has defined leaders as the people responsible for establishing a course for a group of people, ob-

taining a commitment that leads to a well-known direction and persuading the members of the group 

towards the accomplishment of the course’s outcome (Conger 1992, 18). 

Leadership is a process in which the leader uses decisions and actions to influence his or her followers 

and impact their performances. Maintaining effective communication is necessary for effective leader-

ship, allowing leaders to communicate the right message and sway others to achieve a balance between 

leading and attaining results. Considering such impacts and versatility in these factors and different 

leadership theories, this thesis project aims to identify the impact of different leadership styles on em-

ployee performance in an organization, which is crucial for organizational success. 
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1.1 Research objectives and research questions 

 

This research aims to understand the impacts of different forms of leadership on the performance of 

employees/subordinates. To be more specific, the study demonstrates how the performance of the team 

members of an organization is affected by the behavior, approaches, and actions of the leaders. The 

research was based on a case study of SSL Wireless, a Bangladesh-based company that provides IT-

enabled services (ITES) and FinTech solutions. Along with finding the impacts, the research intends to 

bring forward suggestions regarding leadership models that may positively affect the employees’ per-

formance and ensure their betterment in the organization. 

 

To accomplish these objectives, it is required to find out what effect different leadership styles have on 

an organization, which leadership style is used at SSL Wireless, and how it affects employee perfor-

mance and what could be done to improve employee performance and leadership development. 

 

 

1.2 Research methodology 

 

To achieve the research objectives, both primary and secondary research was conducted. For primary 

research, a company providing IT-Enabled Services (ITES) and Fin-Tech Solutions named SSL Wire-

less from Bangladesh were chosen. A survey on a prescribed questionnaire was conducted to under-

stand the leadership style the mentioned company is following or trying to ensure. Observing overall 

employee behavior and practiced culture also benefited the results of the study.    

For secondary data, articles, statistics, news, books, and documentaries from authentic online and of-

fline sources were used.  A quantitative approach was used for data analysis to have an in-depth under-

standing of the concepts, perceptions, logic, and thought processes underlying every action and conse-

quence related to the research objectives. Statistical analysis was also required to compare the research 

hypothesis. 

 

 

1.3 Research hypothesis 

Two hypotheses have been considered for this research. H0 will be the null hypothesis, and H1 will be 

the alternative hypothesis. Here, the H0 represents that leadership style has no significant impact on 
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employee performance and the H1 hypothesizes that leadership style has a significant impact on em-

ployee performance. 

 

1.4 Research scope and limitations 

 

The scope of this study is to show whether leadership has any impact on employee performance or not, 

and how traditional leadership is transitioning to modern leadership based on the performance of the 

first moving ITES company, such as SSL Wireless, Bangladesh. The findings are expected to benefit 

SSL Wireless and such organizations intending to obtain better performance from their employees by 

using new approaches to leadership in order to meet global standards. 

Several constraints obstructed the completion of this study. Since obtaining up-to-date confidential 

employee performance tracking information is difficult, relying on secondary data to obtain most of 

such information was another option. Meeting with the company’s department heads was difficult as 

they were extremely busy with their own work schedules. 

 

 

1.5 Organizational overview 

 

In Bangladesh’s software development, IT-Enabled Services (ITES), and Fin-Tech Solutions indus-

tries, SSL Wireless is well known for having pioneered many software services that have benefited 

millions of people, including SME Banking, Mobile Banking, Value-Added Services, E-Commerce, 

Digital Payment, and many more.  

In 1999, Software Shop Limited (SSL Wireless) Bangladesh was founded as a subsidiary of Concord 

Garments. Since then, it has made significant advancements in IT business and education. In 2020, 

SSL Wireless was rated at level 3 of the CMMI Institutes Capability Maturity Model Integration for 

Development (CMMI-DEV v1.3) for software development, maintenance, and quality assurance. Be-

sides this appraisal, they have a long list of achievements from the beginning. With near about 550 em-

ployees, the company is working to achieve their vision of Bangladesh becoming a digital nation by 

assisting people and organizations in maximizing their potential. They have been awarded the BASIS 

National ICT Award in multiple categories, including mobile applications, IT-enabled services, and E-

Commerce/Government Services. Besides providing payment solutions, SSL Wireless offers cyber se-

curity solutions to protect financial organizations from cyber threats and ensure data security. (SSL 

Wireless 1999.) 
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FIGURE 1. SSL Wireless organogram, obtained from SSLWireless, Bangladesh HR data. 
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2 LEADERSHIP, CULTURAL IMPACT ON LEADERSHIP AND EMPLOYEE PERFOR-

MANCE 

There are several definitions of leadership that have been presented by scholars and researchers over 

the centuries. Malik and Azmat (2016, 24) define leadership as a process to inspire and motivate peo-

ple to achieve shared goals or objectives that may be changed or added according to the needs and 

challenges. They also stated that leadership connects and creates a bond beyond the formal level, moti-

vating people to accomplish things rather than forcing them to do those. Leadership can play a key role 

in improving the potentiality of the employees, which is the most valuable intellectual property for an 

organization.  

According to Rost [1993, 102] (Rosari 2019, 19), leadership can be explained as an influential rela-

tionship between leaders and followers who seek real changes reflecting their mutual purpose. This in-

cludes both positive and negative ways of influencing others. Gary Yukl (2012, 66) highlights this 

point by stating that the fundamental view of leadership is to influence and direct individual and group 

efforts towards achieving a common goal. A leader plays a crucial role in the performance processes of 

group members or subordinates.  

Author Northouse (2016, 30) mentioned in his book that the context of leadership has changed over 

the centuries. According to him, in the 1990s, leadership was viewed as dominant and controlling 

power over individuals. The difference between leadership and management processes was ignored. 

However, the definition of leadership has changed over time. Nowadays, leadership is much more con-

trolling than before, with centralized power being exercised. Leaders are now seen as influential fig-

ures who work in a team to achieve a common goal for the organization. Scholars and practitioners 

view leadership and management processes differently. 

According to Kotter [1990, 85-86] (Rittinger 2014, 15), leadership and management act harmonically, 

but it is often hard to have people with unique managerial and leadership qualities. The best outcome 

can be achieved when a team is formed of people with leadership skills, as well as those with manage-

ment skills. 

Leadership functions involve vision creation and strategic planning to attain the goals set by organiza-

tional management. Leaders build teams by communicating and influencing the employees with clear 

information and considering the followers’ prospects and interests. 
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On the other hand, management's tasks include setting goals and timelines, allocating resources and 

manpower, providing incentive packages, and setting rules to maintain the corporate culture and ethics. 

Although there are differences in the functions of leadership and management, if an individual can 

possess both qualities in real-time situations, the organization can be highly benefited in the long run. 

 

 

2.1 Types of leadership styles and qualities 

 

Over the decades, different leadership styles have been practiced and researchers are trying to find out 

the most effective leadership style that may lead to long-term organizational success. The nature of 

leadership style influences how the teammates or followers will behave to complete the task. Pod-

sakoff et al. (1990, 115-116) mentioned that leadership behavior could influence employee trust and 

satisfaction. It has a direct long-term impact on how leadership style and organizational commitment 

are related. 

To identify different leadership styles, several research studies have been conducted. Among them, one 

of the famous research projects, led by Lewin (1939, 271) with a group of researchers, was carried out 

on school children to observe their behavior toward leadership styles. They have come up with three 

types of leadership styles, such as Authoritarian leadership, Democratic or Participative leadership, 

and Laissez-faire leadership.  

 

 

FIGURE 2. Leadership styles provided by Lewin (1939, 271) 
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Authoritarian leaders exercise their powers to control others in every possible way to fulfil their de-

sired goals. They often overlook the team's interests and opinions, which makes the process less inno-

vative. Independent decision-making is their basic nature. However, this leadership style can be help-

ful in terms of quick decision-making without delaying in analyzing teammates’ opinions.  

As opposed to authoritarian leadership, the democratic leadership style ensures the participation of 

every member in the process, which is the basic nature of such leadership styles. Hackman et al. 

(2009) state that democratic leadership stands apart from traditional positions of authority, instead em-

phasizing three key functions: allocating responsibility among members, empowering individuals 

within the group, and facilitating the decision-making process. Democratic leaders motivate teammates 

to come up with more creative ideas and provide guidance to achieve the goal together. The leader val-

ues others’ interests and encourages them to participate actively, which makes the members feel im-

portant and increases efficiency. However, in terms of decision-making, a leader often initiates the fi-

nal decision by considering the gathered opinions. Thus, communication skills are the key factor to be 

successful with such leadership styles. 

Democratic leaders encourage team collaboration so that members can be dependent on each other ra-

ther than fully depend on leaders for every task. They reward the creativity and success of the follow-

ers.  As the followers feel more valuable towards the organization by being involved in decision-mak-

ing, they gain a sense of responsibility and are committed to achieving the organizational vision. It 

helps to decrease employee turnover. 

The cons of democratic leadership is that it may slow down the decision-making process by having so 

many ideas and opinions. Some employees may feel uncomfortable participating actively in decision-

making because of their personality. Some may also feel that they work harder than the leader. 

Laissez-faire leaders prefer to take a back seat. They delegate duties and provide general guidance, but 

typically, they are not involved in day-to-day activities. Employees choose the most effective method 

for carrying out their duties. Leaders who practice laissez-faire leadership have a lot of confidence in 

the individual. They have in their followers to stay responsible, focused, and self-motivated. These 

leaders trust each team member’s abilities to determine whether they will thrive or fail. In the laissez-

faire leadership style, leaders give their team members very little guidance or direction, allowing them 

considerable autonomy to make decisions and manage their tasks independently (Robbins & Judge, 

2019). 

A benefit of laissez-faire leadership is the freedom to conduct business without constraints or manage-

rial interference. This enables motivated and skilled workers to realize their maximum potential. On 



8 

 

the other hand, the loss of output without strong leadership to keep it on track can be counted as a 

drawback. This may lead to missed dates, errors during the process, and subpar work. Team cohesive-

ness may suffer if each member of the team pursues objectives in their own manner. Due to distant and 

aloof leaders, some people may begin to lose interest in their jobs.  

Beyond these above-described leadership theories and models, there are several other leadership theo-

ries and approaches that have been described by management experts. Strong and successful leaders 

often use a variety of theories and approaches to succeed in their businesses and organizations 

(Memon, 2014). According to Ortiz-Gómez et al. (2022), more appropriate moral leadership styles are 

being practised in organizations with a value-based solid culture. Among them, servant leadership and 

authentic leadership are gaining popularity. 

Servant leadership style is focused on the responsibility of the leaders to meet the needs of their fol-

lowers. They put a high priority on the welfare of their team as well as on the personal growth of the 

team members.  This method of leadership is predicated on the notion that a leader’s main responsibil-

ity is to take care of their followers, not to exercise control and authority over them. Servant leaders 

are concerned with fostering a culture of empowerment and support at work so that their subordinates 

can realize their full potential.  They put their follower's needs first and try to establish enduring bonds 

based on mutual respect, trust and cooperation. Leaders are highly dedicated to the development of a 

larger community and often work on the improvement of environmental and social issues. 

One of the important traits of servant leaders is they listen carefully and patiently to the follower’s 

needs and demands and work on comprehending those concerns. By understanding follower’s view-

points, and putting them in their positions, leaders try to solve issues with the most empathy. Servant 

leaders have the traits of self-awareness; they are aware of their own potential. Leaders have the ability 

to foresee trends and issues in the future and act early to address them. They always try to ensure that 

organizational activities are running ethically and that the effect is long-lasting. 

Servant leaders may create a strong and resilient company that is capable of achieving its goals and 

having a good impact on the world by putting the needs of their followers and the larger community 

first (Beauty, M., 2022). 

The idea of the Authentic Leadership style holds that a leader must be steadfast in their commitment to 

the core values, worldview, and personal integrity. Genuine leaders are open-minded, moral, and con-

sistent, which inspires the respect and trust of their followers. According to Avolio & Gardner (2005), 
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authentic leadership style revolves around leaders' sincere and transparent conduct, rooted in their per-

sonal values and beliefs. This approach fosters trust and openness within the team, encouraging genu-

ine connections and mutual respect. 

Being genuine to oneself and exercising transparency, honesty, and integrity are the leading key com-

ponents of authentic leadership. A true leader fosters a work environment where their followers can be 

themselves and work toward a common objective. They are self-aware, contemplative, and introspec-

tive. They have a solid grasp of their own values, beliefs, and strengths, as well as shortcomings. Hon-

est and open communication, being ready to own up to errors, and accepting accountability for one’s 

own actions are some of the unique traits of authentic leadership. Leaders are led by strong ethical con-

victions. They are motivated by a feeling of meaning and purpose of matching the organization’s ob-

jectives with their own personal values and beliefs.  

Overall, authentic leadership is a potent leadership style that can assist businesses in developing an en-

vironment of sincerity, openness, and integrity. Leading authentically enables leaders to forge deep 

connections with their followers and foster an environment at work that is encouraging, productive and 

collaborative. (Belnio, R.J., 2012.) 

The success of these leadership styles depends on the qualities of the leaders because they are the peo-

ple who influence other's behavior. Only basic skills do not make an individual to be a good leader.  

They must have some unique skills which differentiate them from others and make people listen to 

them with trust and cooperation. Exceptional competencies of the individuals make them leaders by 

differentiating the ‘outstanding from average performers’ (Boyatzis 2007, 7). 

Communication is the fundamental skill to become a successful leader. Good leaders must convey the 

proper information to the group members regarding resources on hand, timelines and strategic plan-

ning to accomplish a task. Moreover, they must be active listeners. It helps to understand the needs of 

teammates and their opinions. Flexibility and openness make them more trustable to their followers. A 

good leader should have a personality of a 'never give up' attitude. At least he/she should try every pos-

sible way to solve the issues, and that attitude makes him more reliable to the followers. A leader must 

work harder, be first to take responsibility and be transparent and ethical with work. 

Emotional intelligence involves understanding a follower’s emotional state, qualities, and limitations 

and figuring out the way to connect them with a specific goal. A leader should be committed not only 

to the followers but also to the organization, which makes him trustworthy to both parties. He/she 

should think about both parties’ interests. 
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2.2 Leadership theories 

 

Some widely recognized hypotheses in contemporary organizational contexts include The Great Man 

Theory and Trait Theory, Behavioral Theory, Contingency/Situational Leadership Theory, Charismatic 

Leadership Theory, Transactional Leadership Theory, and Transformational Leadership Theory 

(Northouse 2019). 

 

FIGURE 3. Types of leadership theory (Northouse 2019). 
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nary people are responsible for shaping history because of their inherent strengths and capacity for 
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Behavioral theory is focused on leaders’ behavior or course of action that can be learned or developed 
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Situational Leadership theory, which has a strong emphasis on tailoring the leadership style to the cir-
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situations with their highly influence ability. Charismatic leaders hold strong beliefs in achieving 

goals; they have good communication skills, which are helpful in conveying their messages to their 

followers. Such leaders are often highly ambitious and look out for their followers by attending to their 

needs.  Transactional Leadership theory places a strong emphasis on the collaboration that exists be-

tween the leader and followers, with incentives provided for desired action. On the other hand, Trans-

formational leadership emphasizes the leader’s capacity to compel subordinates to work for a shared 

objective and look beyond their own interest. 

In modern organisations, a number of well-known leadership theories and models are frequently ap-

plied to achieve desired outcomes. The next part of the thesis describes few of these leadership theo-

ries that are often followed by the organizations. 

 

 

2.2.1 The Great Man theory 

 

According to the Great Man’s idea of leadership, certain people are innately equipped with the skills 

and traits required for leadership, while others are not. It implies that the most successful leaders are 

those who naturally possess traits like intelligence, courage, charisma, and vision, which help them to 

succeed in their organizations or society. The Great Man theory holds that leadership is a special qual-

ity that only a small number of people possess. The notion is based on the idea that some historical fig-

ures, such as Julius Caesar, Alexander the Great, and Napoleon, had exceptional leadership skills that 

allowed them to subjugate and rule over others (Hughes, Ginnett, & Curphy, 2021.). 

Although the Great Man idea had a significant impact on the development of early theories of leadership, 

it has come under fire for failing to account for context, culture, and social influences as well as its 

narrow concentration on individual traits and attributes. Contemporary academics frequently make the 

case that leadership is a dynamic, complicated process that is influenced by a variety of elements, such 

as organizational culture, social norms, power structure, and historical background. Despite these objec-

tions, the Great Man notion is still prevalent in some organizations and in popular culture, where the 

idea that only a small number of people are born with the ability to lead is still held. 

The majority of modern leadership theories, however, strongly emphasizes the importance of leaders 

tailoring their approaches to the particular contexts in which they find themselves. Each of these theo-

ries has its own advantages and disadvantages, and leadership academics are constantly debating 

which theory is most potent. In the end, effective leaders are those who are versatile to use a range of 

ideas and methods to point out the requirements of their team and subordinates (Haider et al., 2015). 
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2.2.2 Behavioral theory 

 

The Behavioral theory of leadership posits that influential leaders engage in specific types of behavior, 

resulting in improved performances of the team members. Such theories are focused on identifying and 

dissecting the actions that leaders, who are considered as effective, display (Drew, C., 2023). 

The notion of the theory is that effective leadership can be assessed based on the course of action lead-

ers are showing to achieve their goals and influence others. The Behavioral theory of leadership fo-

cuses on the actions and behaviors of leaders rather than innate traits. This theory suggests that effec-

tive leadership can be developed through learned behaviors and experiences. Behavioral theorists iden-

tified two main categories of leadership behaviors: task-oriented behaviors, which involve organizing 

work, setting goals, and monitoring progress; and relationship-oriented behaviors, which focus on 

building relationships, supporting team members, and promoting collaboration (Daft, 2020.). 

There are several leadership styles supported by Behavioral theory. People-oriented leaders, task-ori-

ented leaders, participative leaders, and status-quo leaders are some common types of leadership styles 

of Behavioral Leadership theory. People-oriented leaders have good communication skills; they en-

courage followers through a reward system and monitor and supervise them throughout the goal-

achieving process. Task-oriented leaders are more concerned about achievement by any means rather 

than thinking of the proper well-being of the followers. They are more concerned about organizational 

vision and objectives. Participative leadership allows team members to join in decision-making pro-

cesses, coming forward with new ideas and providing regular feedback for improvement. Status-quo 

leaders try to prioritize the company’s goal and employees’ satisfaction. Leaders divide the task 

equally, requiring regular progress reports and process-neutral feedback.  

 

 

2.2.3 The Contingency theory 

 

The Contingency theory implies that there is no one optimal way to lead and the best approach de-

pends on the circumstances of the organization. Contingency theory states that effective leadership is 

the alignment between the leader's style and the situational demands. This theory suggests that there is 

no fixed approach to leadership. The effectiveness of leadership can be measured based on the adapta-
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bility power of the leaders to match the requirements of different situations. Contingency theorists em-

phasize the importance of considering task structure, leader-member relations, and positional power 

when determining the appropriate leadership style for a given situation (Hersey & Blanchard, 1988). 

To accomplish organizational objectives, some activities may be quite organized and simple, while 

others may be trickier and less clear-cut. The task at hand may determine the best leadership approach.  

The traits and requirements of the organization can also affect how well a certain leadership style per-

forms. For instance, a distinct leadership style may be necessary for highly driven and experienced fol-

lowers compared to fresh or inexperienced followers. The values and organizational culture have an 

impact on the performance of any leadership style. A very hierarchical firm, for instance, would need a 

different leadership style than one that values equality more. The external environment also affects ef-

fectiveness of leadership style.  A volatile political environment or fast-changing market may call for a 

more flexible and adaptable leadership style. 

The Contingency hypothesis contends that there is no one ‘best’ leadership style and that the most suc-

cessful leaders are those who can amend their approach depending on the circumstances. In complex 

dynamic companies, where a flexible and adaptable approach is needed to handle a fast-changing envi-

ronment, this leadership style can be very effective (Al Rahbi., 2017). 

 

 

2.2.4 Situational leadership theory 

 

The Situational leadership theory strongly emphasizes the necessity of customizing one’s leadership 

approach to suit the demands of various circumstances and subordinates. Situational leaders are adapt-

able and change their leadership style according to the degree of development and maturity displayed 

by their followers. 

In the leadership philosophy known as situational leadership, the ideal way to lead is to adjust the 

leader’s style to the circumstances and consider the requirements of the followers. This theory holds 

that there is no one-size-fits-all method of leadership, and managers must modify their approach to fit 

the needs of their subordinates and the circumstances. 

Situational leadership suggests that leaders should employ several leadership philosophies based on the 

competency and dedication of their followers in particular tasks or circumstances. This model identi-

fies four basic philosophies such as directing, coaching, supporting and delegating. Situational leader-
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ship works best when followers are demotivated and not competent enough to solve the issues. Situa-

tional leaders supervise and continuously monitor them to overcome obstacles. A leader acts as a 

coach to uplift the potentiality and dedication of the followers by offering advice and criticism. He/she 

supports the followers with every possible resource and gives them the authority to assume responsi-

bility for the tasks or projects. 

The situational leadership approach places a strong emphasis on how important adaptability and flexi-

bility are in leadership. Leaders can foster a more efficient and successful work environment by adapt-

ing their leadership style to the circumstances and the requirements of their followers. To be successful 

with this strategy, leaders must be adept at determining the needs and capacities of their followers and 

be willing to modify their leadership style as needed. (Babalola, S., 2016.) 

 

 

2.2.5 Charismatic leadership theory 

 

The Charismatic leadership theory places a strong emphasis on a leader’s capacity to uplift and inspire 

others through charm and personality. Charismatic leaders inspire followers and generate momentum 

toward a common objective by communicating clearly and passionately. The ability to inspire excite-

ment and passion among their followers makes charismatic leaders seen as visionary and transforma-

tive. They have a compelling personality that enables them to emotionally connect with their follow-

ers.  Leaders can instill confidence in their followers by being confident in their own skills and vision. 

Enthusiastic leaders are able to relate to and understand their followers on a profound emotional level, 

which enables them to engender devotion and steadfastness. Their charismatic personality helps them 

to sway opinions and win others over to their point of view and ideas. The willingness to take risks and 

explore unorthodox ideas encourages innovation and the creative powers of the followers. 

In certain situations, such as during times of crisis or change, where a leader’s capacity to inspire and 

motivate their followers is particularly vital, charismatic leadership can be a successful style of leader-

ship. However, charismatic leadership can also have drawbacks, such as the possibility of developing a 

cult-like following or being unduly dependent on the leader’s character and goals. It is crucial for char-

ismatic leaders to be aware of these potential pitfalls, as with any leadership style, and to take precau-

tions against them. (Gopal, R., 2014). 
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2.2.6 Transactional leadership theory 

 

The theory focuses on a leader’s ability to use rewards and penalties to motivate a team to succeed. 

Transactional leaders incentivize their teams via a system of rewards and penalties. A leader who prac-

tices transactional leadership views has such a relationship with their followers where they try to moti-

vate the latter by providing rewards or penalties based on how well they perform. This style of leader-

ship is frequently related to older, hierarchical organizations where the boss is in charge of establishing 

objectives, giving feedback, and enforcing policies. The leader concentrates on attaining particular 

goals and objectives and they anticipate their followers to perform to a certain level in order to earn 

prizes or stay out of trouble. The leader gives their followers regular feedback and may use rewards 

like bonuses or promotions to encourage outstanding performances. The dark side of this leadership 

trait is that transactional leaders are more concerned with completing specific tasks and goals than they 

may be with their followers’ personal growth or general well-being. 

In general, highly structured, task-oriented settings are one setting where transactional leadership can 

be successful. In a more dynamic and complicated organization, where good leadership necessitates 

flexibility and adaptability, it might not be as effective. Furthermore, transactional leadership might 

not be as effective in inspiring followers’ intrinsic motivation or encouraging their creativity and inno-

vation. (Clinebell, S., 2013.) 

 

 

2.2.7 Transformational leadership theory 

 

According to the transformational leadership view, transformational leaders assess the potentiality of 

their followers to fulfil the existing tasks, while foreseeing expansion of the upcoming responsibilities. 

(Dvir et al., 2002). 

Abazeed (2018) stated in his journal that transformational leadership helps boost the achievement and 

self-development of not only the followers themselves but also of the whole teams and organizations. 

The transformational leader increases awareness of critical issues while increasing the employees' self-

confidence, shifting their goals from care and interest to survival to higher achievement, progress and 

self-development. A few crucial traits of transformational leadership are inspirational motivation, ide-

alized influence, intellectual stimulation, and so on. Transformational leaders inspire and motivate 

their people to complete tasks by conveying a compelling vision and feeling of purpose. They act as an 
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example for their followers, exhibiting a high degree of moral character and dedication to the organiza-

tion’s objectives. The leader becomes trustworthy by showing interest in the follower’s personal and 

professional achievements, making criticism, and giving chances for personal improvement. Transfor-

mational leaders stimulate their followers intellectually by challenging them to think creatively and 

come up with fresh, original solutions to issues. 

Overall, transformational leadership is considered a very effective leadership theory for organizational 

success and development as employees share the same vision, leaders challenge them to think out of 

the box, and motivate and mentor them to achieve objectives. 

 

 

2.3 Cultural impact on leadership 

 

Culture has a great impact not only on the society of a country but also on the organizational leader-

ship and employees' behavior towards the work environment. Before choosing a leadership style, it is 

highly necessary to consider the cultural aspects that have been shaping the nature of the followers.  

To analyze the culture of a nation, Geert Hofstede and his research team presented a six-dimensional 

model after conducting an extensive search for tackling global diversity challenges in both academic 

and professional fields. The 6D Model helps to measure cultural distinctions of different countries 

based on national values, beliefs, and societal norms that have been practiced over the year. Power 

Distance Index (PDI), Individualism versus Collectivism (IDV), Masculinity versus Femininity 

(MAS), Uncertainty Avoidance Index (UAI), Long-Term Orientation versus Short-Term Normative 

Orientation (LTO), and Indulgence versus Restraint are the six elements of the 6D model provided by 

Hofstede (Hofstede et al., 2010) after several research studies.  

The Power Distance Index (PDI) represents the degree to which cultures encourage and practice power 

distribution equality in a society or organization. High PDI indicates strict hierarchical orders and ine-

quality, and low PDI is a symbol of distributed powers and demand for jurisdiction. Through Individu-

alism vs Collectivism (IDV), to which extent members of society practice independent relationships or 

integrate as a group can be analyzed. High IDV means individuals are concerned about themselves and 

their immediate family. Contrarily, low IDV refers to the sense of responsibility among group mem-

bers and their togetherness. 
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Countries with a high MAS index refer to masculinity, where competitive statuses such as achievement, 

heroism, assertiveness, and material rewards for success are highly preferred. A low MAS index shows 

a femininity culture of dominant values to care for others and supportive relationships. 

The Uncertainty Avoidance Index (UAI) represents to which extent people in societies feel uncomfort-

able with unstructured and uncertain situations and minimizes the consequences of the situations in 

which steps have been taken. High UAI means people are taking measurements to control the future. 

Low UAI refers to less concern about the future and going with the flow of nature. 

Long-Term Orientation versus Short-Term Normative Orientation (LTO) index helps to understand the 

nation’s willingness to connect with past events to make success in the present and future obstacles. 

High LTO refers to the fact that society is focusing on achievements through sustainable latest learning 

systems. Contrarily, low LTO means short-term normative approaches where people follow traditions 

and norms strongly. They don’t accept change easily. 

Indulgence versus Restraint (IVR)shows to what extent people control their desires and impulses. High 

IVR means strong control over social norms and Low IVR indicates that people in society can have 

more freedom and enjoy their life according to their desire. 

Culture shapes the behavior and expectations of people living within society. It also determines the na-

ture of employees and their expectations towards leaders and organizations. After exploring the culture 

of Bangladesh in the Hofstede 6D Model, the following overview of cultural practice can be found. 

 

FIGURE 4. Hofstede Six-dimensional Index (Context of Bangladesh) obtained from Hofstede's six-

dimensional index country comparison tool. Available on https://www.hofstede-insights.com/country-

comparison-tool. 
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Bangladesh scored a high PDI of 80, showing that people accept a strong hierarchical order, which 

also means that organizations have inherent inequalities without jurisdiction. Centralization is popular 

and employees expect to get directions from leaders, and they don’t judge the benevolent autocrat 

leaders. 

 

Bangladesh is practicing a high collectivism with a score of 5. Loyalty among the people towards the 

group can be noticed significantly. They have a trend to take responsibility for each other. Employee 

and employer relationships are perceived in moral terms. For the MAS index, with a score of 55, 

Bangladesh has a culture of motivating employees for achievement and success, managers are ex-

pected to be always positive and have strong confidence to achieve goals. There is a concept that ‘peo-

ple live to work’. Additionally, Bangladesh scores 60 in UAI meaning that people are highly con-

cerned to work for avoiding uncertain situations and having job security. The country scored 86 on the 

Long-term-oriented index scale. The people of Bangladesh have a normative culture where they are 

usually strict with the traditional learning system and are focused on quick success. 

 

Bangladesh scored a very low score of 20 in Indulgence versus Restraint (IVR), showing that people’s 

actions are highly restrained by social norms. As society does not give much emphasis on leisure time 

and mostly controls their desires, the working culture is also not very focused on work-life balance. All 

these aspects influenced employees' behaviour and their expectations from their organizations. A suc-

cessful leadership style can be established considering these cultural indexes of the countries. 

 

 

2.4 Employee performance 

 

The term “Employee Performance” refers to how well an employee does their job, meets goals and tar-

gets, and adds more value to the organization’s success as a whole. It includes the amount and quality 

of work done by an employee, as well as their level of skill, knowledge, and behavior when doing their 

jobs (Memon 2014). 

Experts in management often say that an employee’s performance isn’t just measured by how much 

they get done or how productive they are, but also by how well their work fits in with the organiza-

tion’s goals and ideals. It means figuring out how well an employee uses their knowledge, skills, and 

abilities to help the organization succeed, as well as how well they show the right attitudes, work well 

with others, and stick to the Organization’s values (Memon 2014). 
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Employee success is affected by many things, such as clear goals, good leadership, motivation, proper 

communication, training and development, and a supportive work atmosphere. Experts in management 

stress the value of regular feedback, performance reviews, and recognition as tools for improving em-

ployee performance and managing them.  

In the end, employee performance is a key part of an organization’s success, as high-performing em-

ployees add to improved productivity, innovation, customer satisfaction, and overall business out-

comes. Effective performance management practices help companies get the most out of their employ-

ees and build a culture of always getting better (Memon 2014). 

 

 

2.4.1 Factors affecting employee performance 

 

Employee performance in an organization is the efficacy, productivity, and caliber of the work pro-

duced by a single person or team of employees. It entails assessing how well employees carry out their 

assigned responsibilities, meet goals and objectives, and contribute to the overall accomplishment of 

the organization’s mission. It is a crucial component of organizational success.  

There are several factors which can affect employee performance in an organization. Employees must 

be aware of the performance standards that are expected of them. Only then can they direct their ef-

forts in accordance with clearly established expectations. Employees can better focus their efforts and 

monitor their own performance by following SMART goals, which refers to specific, measurable, 

achievable, relevant and time-bound goals. Goals can stay aligned with organizational objectives with 

the help of frequent feedback and performance conversations. Offering employees opportunities for 

relevant training and development gives them the information and abilities they need to do their jobs 

well. Employee performance can be improved, and morale is raised through continuous learning. 

Effective leadership is very crucial in employee performance. Good leaders offer direction, encourage-

ment, and support by providing a pleasant work atmosphere and enabling staff to give their all poten-

tial. When the leader, as well as the management, provides constructive feedback on a regular basis, it 

enables employees to recognize their own strengths, areas of development, and level of goal achieve-

ment. They can make required modifications and advance their careers with timely feedback. Reward-

ing the best performers affects employee performance by encouraging others to strive for excellence 

with positive behavior.  It may consist of monetary rewards, widespread acclaim, job advancements, or 

new obligations. 
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Maintaining a positive work-life balance helps employees stay happy and reduces the risk of burnout.  

Strong departmental and team collaboration and effective communication improve employee perfor-

mance. Cooperation, coordination, and the exchange of ideas and information are all facilitated by 

open channels of communication. Moreover, employee engagement, satisfaction and dedication are 

fostered by an encouraging and positive organizational culture. Employee performance gets higher 

when they feel respected, valued and a part of the organization’s mission. Periodic performance assess-

ments offer a formal chance to evaluate employee performance, pinpoint areas that need improvement 

and acknowledge accomplishments. Employees can better grasp their position and contribute to their 

professional development with the aid of objective and fair evaluations. 

It is crucial for businesses to develop an environment that supports and encourages employee perfor-

mance. Organizations may promote a motivated and productive staff by concentrating on these factors, 

which will increase productivity, innovation, and overall organizational success (Ramlan, R., 2018.). 

 

 

2.4.2 Measures to improve employee performance 

 

A holistic strategy that takes into account different facets of the workplace, employee development, 

and motivation is necessary to improve employee performance in the organization. Establishing 

SMART goals for the organization and making clear the expectations from the employees will help to 

measure employee performance and figure out the place for improvement or to take action as per the 

company’s rules and regulations.  Giving enough opportunities for pertinent training and development 

to advance employees’ abilities can promote lifelong learning and assist staff in developing profession-

ally. Mentoring programs, online courses, workshops, and seminars are helpful in this regard.  

Creating a feedback-rich environment where management regularly provides constructive criticism, 

addresses issues, and identifies opportunities for development by holding performance discussions, 

will give employees the assistance and direction they need to succeed in their jobs. Organizations can 

do market research to see whether their performance appraisal system is relevant to the competitor’s 

organization. If the employees feel pressured by the currently established system, eventually they will 

get frustrated and unfocused on work. Engaging staff in decision-making processes, soliciting their in-

put, and respecting their viewpoints will give them a chance to feel their values in the organization. To 

support employees in both physical and emotional health, companies can introduce workshops on 

work-life balance, employee assistance programs and wellness initiatives. 
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Management needs to keep in mind that every organization is different; therefore, customize these 

techniques to fit with the culture, values, and particular objectives of own organization. To guarantee 

that these initiatives successfully boost employee performance and promote the success of the organi-

zation, regularly evaluate them, and adjust in light of feedback and results (Aspers, P., 2019). 
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3 PRESENTATION OF SURVEY RESULT AND ANALYSIS 

This section of the thesis research paper is focused on representing the survey result in a quantitative 

approach to establish the statement that leadership has an impact on employees' job performance. The 

survey questionnaire was prepared, and the survey was conducted with Google Form, the online tool to 

develop surveys in a comparatively easy way. 

 

The survey was conducted on the employees of SSL Wireless, a techno-based company in Bangladesh, 

as the author is also from Bangladesh and is acquainted with the company’s management. It included a 

questionnaire where 25 employees of SSL Wireless took part to provide their valuable perspectives. A 

psychometric rating scale, i.e., a Likert scale from 1 to 5 was used to achieve the desired result and to 

eliminate the neutral choice from respondents. It was also helpful to direct the responses of the partici-

pants in one direction. 

 

3.1 Presentation of the survey 

 

The survey included fifteen statements that were used to serve as additional parameters to answer the 

research questions. Participants were requested to appraise the degree of their perspective on the given 

statement following the Likert scale. 

 

 

3.1.1 Gender of the participants 

 

In the survey, out of 25 participants, 16 persons were male, 8 persons were female, and one person did 

not want to disclose their gender identity (Figure 5). It is noticeable that the number of male employees 

working in SSL Wireless is significantly higher than female employees. There is a scope to make gen-

der equity. However, such ratio also indicates that the participation of women in technology-based jobs 

is very low.  
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3.1.2 Age group 

 

The age group was divided into seven segments, consisting of participants aged 20-25, 26-30, 31-35, 

36-40, and 40+ years old people. As per the result, 56% of the participants are from the 26-30 age 

group (Figure 6). It defines that the maximum number of people working in SSL Wireless is compara-

tively young.  

 

 

FIGURE 6. Age group of the participants 

 

 

3.1.3 Educational background 

Most of the participants have at least a bachelor’s degree or equivalent, whereas 52% of the partici-

pants hold a master’s degree too (Figure 7). 
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FIGURE 5. Gender of the participants 
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FIGURE 7. Educational background of the participants 

 

 

3.1.4 Questionnaire analysis 

 

The interpretations of the answers received from the participants of SSL Wireless are shown accord-

ingly. 

Question 1: I have regular communication with my supervisor, and we discuss issues related to 

work in detail on a regular basis. 

In question one, the goal was to understand the communication between the supervisor and the em-

ployees working in different departments of the organization. 

 

FIGURE 8. Graphical Representation of participants' responses to question number 1 
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As per the result of the survey, 76% (agree 52% + strongly agree 24%) of the respondents agree that 

they have regular communication with their supervisor (Figure 8). It indicates that SSL Wireless prac-

tices a ‘Democratic Leadership’ style in their organization. 

Question 2: My supervisor is always keen to guide me to resolve my problems at work and also 

stands by me in challenging situations. 

Question two focused on whether the supervisor helps their subordinates finish their assigned duties 

and helps them in times of crisis moment. Also, the motive was to find out if the supervisor guides em-

ployees to resolve any problems that arise at work. 

 

FIGURE 9. Graphical Representation of participants' responses to question number 2 

As per the survey result, 72% (agreed 52% + strongly agreed 20%) of the respondents agreed that their 

supervisor guides them to resolve issues within the organization. Only 16% of respondents believe that 

the supervisor is not helpful at all (Figure 9).  It implies that a democratic leadership style has been 

practiced in SSL Wireless. 

Question 3: I can share my personal problems and feelings with my supervisor; he/she counsels 

me to mentally heal and guides me deal with such kind of situations.   

Question number three is focused on the employee’s aspect. The aim was to see if the employees could 

share their personal problems and feelings with their supervisor. It also helps to find out if the supervi-

sor shows empathy towards their subordinates. 
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FIGURE 10: Graphical Representation of participants' responses to question number 3 

The survey result shows that 56% (agreed 28% + strongly agreed 28%) of the participants agree that 

their supervisor shows empathy towards them when they feel any emotional obstacles. However, the 

other 16% of respondents were neutral. The rest of the 28% (disagreed 8% + strongly disagree 20%) 

respondent disagreed regarding the empathy of their supervisor (Figure 10). Therefore, a conclusive 

decision regarding the practiced leadership style in SSL Wireless could not be made. 

Question 4: My supervisor gives me flexibility to complete my tasks whenever I am in personal 

hardship.  

Question number four demonstrated if the supervisor is flexible regarding work deadlines when the 

subordinate employee goes through any major emotional issues or personal problems. 

 

  

FIGURE 11: Graphical Representation of participants' responses to question number 4 
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Here, 68% (agreed 44% + strongly agreed 24%) of the respondent agree that their supervisor is flexi-

ble and helpful in terms of personal hardship. Another 24% (disagree12% + strongly disagree 12%) 

respondents do not believe this statement (Figure 11). Therefore, it can be concluded that SSL Wire-

less practices a democratic leadership style in their organization. 

Question 5: My supervisor always discusses the processes at work and he/she ways values our 

opinion. It is always a Two- way communication.  

Question number five was aimed at understanding if the supervisor discusses the processes at work 

and gives value to others’ opinions. Furthermore, if the communication is two-way or not. 

 

 

FIGURE 12. Graphical Representation of participants' responses to question number 5 

As per the result of the survey, 76% (agree 32% + strongly agree 44%) of the respondents agree that 

their supervisor discusses the work procedure and gives value to their opinion. Another 16% (disagree 

8% + strongly disagree 8%) of respondents do not believe the statement (Figure 12). And this trait 

goes with a democratic leadership style. 

Question 6: I often get training on hard and soft skills with a purpose of getting prepared for the 

next level.  

Question number six was to find out the training culture of SSL Wireless whether the employees get 

enough training to perform in the next level of work or not. 
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FIGURE 13. Graphical Representation of participants' responses to question number 6 

Here, 64% of the respondents (agree 16% + strongly agree 48%) agreed that they get the opportunity 

of various trainings when they needed (Figure 13). According to the democratic leadership style, lead-

ers provide opportunities for their followers’ personal growth by offering essential training. 

Question 7: The management always shares the objectives of the projects with the employees. 

We remain clear about what we are doing, and which goals are to be achieved by our work.    

Question number seven shows if the management shares the objectives of the projects with the em-

ployees and they remain clear about what they are doing, and which goals are to be achieved within 

the timeline.  

FIGURE 14. Graphical Representation of participants' responses to question number 7 
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As can be seen, 60% (agree 40% + strongly agree 20%) of the participants agreed that they are well 

aware of the organizational objectives. Among others, 16% of the respondents were neutral, and 24% 

of respondents disagreed with this statement (Figure 14). It clearly identifies that SSL Wireless prac-

tices a democratic leadership style in their organization. 

Question 8: Employees get recognized and praised for sharing new ideas in the company. 

The aim of question number eight was to see if SSL Wireless welcomes new ideas from the employees 

and appreciates them. 

 

 

FIGURE 15: Graphical Representation of participants' responses to question number 8 

 

According to the result of the survey, 60% (agree 40% + strongly agree 20%) of the respondents 

agreed that their organization welcomes new ideas from the employees and appreciates it (Figure 15). 

However, 20% of respondents disagreed with the issue. As the majority of the employees supported 

the statement, it indicates that the organization is practicing a democratic leadership style. 

 

Question 9: We are empowered to take certain level of decisions and line managers always en-
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In question number nine was aimed to find out if the employees are empowered to make certain levels 

of decisions and if line managers always encourage them to think independently to resolve issues.  
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FIGURE 16. Graphical Representation of participants' responses to question number 9 

In this question, 68% (agree36% + strongly agree 32%) of the respondents agree that they are empow-

ered to participate in the decision-making process and the line managers also encourage them to think 

independently to resolve issues (Figure 16). This characteristic can be seen in democratic leadership 

styles. 

Question 10: Ethics, Justice and collectiveness are highly valued in our work culture. People are 

clearly oriented about it by HR Department at the time of joining.  

Question number ten is to understand whether the employee is trained in ethics, justice, and collective-

ness.  

FIGURE 17: Graphical Representation of participants' responses to question number 10 
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Here, 72% of the respondents (agree 24% % strongly agree 48%) agreed that their organization pro-

motes ethics, justice, and collectiveness (Figure 17). 

Question 11: You are highly motivated to go-extra mile for the betterment of your supervisor 

and team. 

Question number eleven is to look at the situation where employees are motivated enough to do extra 

work for their organization or not. 

 

FIGURE 18: Graphical Representation of participants' responses to question number 11 

The result of the survey shows 76% (agree 44% + strongly agree 32%) of the respondents agreed that 

they feel to go the extra mile for the success of the team (Figure 18). It indicates that SSL Wireless 

practices a democratic leadership style and encourages employees to think for the betterment of the or-

ganization. 
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FIGURE 19. Graphical Representation of participants' responses to question number 12 

As per the result of the survey, 76% (agree 36% + strongly agree 40%) of the participants agreed that 

they have a long-term career plan with SSL (Figure 19). This is a good sign for the company. 

Question 13, 14&15: Employee satisfaction and Feeling of Empowerment 

In question number thirteen, fourteen and fifteen findings we tried to focus on whether the employees 

feel satisfied with their organization and feel empowered. 

 

FIGURE 20: Graphical Representation of participants' responses to question number 13 
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FIGURE 21: Graphical Representation of participants' responses to question number 14 

 

FIGURE 22: Graphical Representation of participants' responses to question number 15. 

In all three aspects, positive responders are 70%, 76% and 76%, which means most of the employees 

feel that their organization is better as a workplace and the leadership style of the supervisor is helping 

them to perform better (Figure 20, 21 and 22).  

 

 

7 (28%)

12 (42%)

4 (16%)

0 (0%)

2 (8%)

0 2 4 6 8 10 12 14

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

14 (56%)

5 (20%)

1 (4%)

3 (12%)

2 (8%)

0 2 4 6 8 10 12 14 16

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree



34 

 

3.2 Likert scale analysis 

The Likert scale is a user-friendly psychometric rating scale mostly used to get quantitative measure-

ments of the research questionnaire. Respondents are often asked to rate their perspective as strong 

agreement or strong disagreement with a series of statements or items on a predetermined scale, i.e., a 

1-5 or 1-7 score, as a part of the research. Later, these opinions are interpreted in more structured and 

meaningful ways to support the research objectives. The survey results of the research are shown be-

low. 

  

FIGURE 23. Likert scale bar chart according to the survey results. 

According to the Likert scale bar chart (Figure 23), it can be observed that more than 70% of the par-

ticipants responded in an agreeable manner to the thesis research questions. It is a sign that leadership 

has a positive impact on employee performance. 
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3.3 Hypothesis testing using statistical tool 

Statistical analysis helps in hypothesis testing by using sample data that support two exclusive theories 

about the properties of the population. 

For analyzing the result, the Mean is considered as the average of all scores and the Standard deviation 

is an indication of how wide a range of answers there was. A low standard deviation means there was a 

strong agreement about the answers, and a high standard deviation refers to the wide range of answers, 

indicating disagreement. 

TABLE 1. Hypothesis testing using statistical tools. 

Question Number Agree Disagree Neutral Strongly Agree Strongly Disagree 

1 13 3 2 6 1 

2 13 3 3 5 1 

3 7 2 4 7 5 

4 11 3 2 6 3 

5 8 2 2 11 2 

6 4 2 4 11 4 

7 5 3 4 10 3 

8 5 4 5 10 1 

9 8 2 4 9 2 

10 6 1 3 12 3 

11 8 0 4 11 2 

12 10 1 4 9 1 

13 4 3 4 11 3 

14 12 0 4 7 2 

15 5 3 1 14 2 

Mean 7.34 2.13 3.10 8.91 2.06 

Median 8.00 2.00 4.00 10.00 2.00 

Mode 8.00 3.00 4.00 11.00 2.00 

Standard Deviation 3.20 1.19 1.11 2.58 1.18 

Variance 10.21 1.41 1.24 6.64 1.38 

According to the statistical analysis, the Standard Deviation is very low, indicating that most of the re-

spondents agreed with the statements indicating that Leadership is impacting their performance and 

overall corporate culture. 

 

 

3.3.1 Chi-Square test 

The survey response author used for analysis is considered as the ordinal variable. For testing the ear-

lier-mentioned hypothesis, Chi-Square testing will be used in this thesis research. The Chi-Square test 
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helps to find out the difference between observed values and expected values, which is also a path to 

correlate ordinal variables of the data received from the survey. 

Here, the following Chi-Square formula will be used to find the desired result. 

Χ2
c = ∑ (Oi – Ei)

2/Ei 

Where, χ2= Chi Square 

Oi = Observed Value 

Ei= Expected Value 

And Degree of freedom for this survey (df) is, n-1, i.e., 5-1 = 4 

The initial Statement of Hypothesis was as follows: 

H0: Leadership style has no significant impact on employee performance. 

H1: Leadership style has a significant impact on employee performance. 

The expected values of received data for each of the cells have been calculated using the below-men-

tioned formula, 

Expected Value (Ei) =(Raw Total × Column Total)/Total Number of Observation 

TABLE 2. Calculation of observed value and expected value. 

Observed value. 

Question 

Number 
Agree Disagree Neutral 

Strongly 

Agree 

Strongly 

Disagree 
Total 

1 13 3 2 6 1 25 

2 13 3 3 5 1 25 

3 7 2 4 7 5 25 

4 11 3 2 6 3 25 

5 8 2 2 11 2 25 

6 4 2 4 11 4 25 

7 5 3 4 10 3 25 

8 5 4 5 10 1 25 

9 8 2 4 9 2 25 

10 6 1 3 12 3 25 

11 8 0 4 11 2 25 

12 10 1 4 9 1 25 

13 4 3 4 11 3 25 

14 12 0 4 7 2 25 

15 5 3 1 14 2 25 

Total 119 32 50 139 35 375 
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Expected value    
      

Question Number Agree Disagree Neutral Strongly Agree Strongly Disagree 

1 7.93 2.13 3.33 9.27 2.33 

2 7.93 2.13 3.33 9.27 2.33 

3 7.93 2.13 3.33 9.27 2.33 

4 7.93 2.13 3.33 9.27 2.33 

5 7.93 2.13 3.33 9.27 2.33 

6 7.93 2.13 3.33 9.27 2.33 

7 7.93 2.13 3.33 9.27 2.33 

8 7.93 2.13 3.33 9.27 2.33 

9 7.93 2.13 3.33 9.27 2.33 

10 7.93 2.13 3.33 9.27 2.33 

11 7.93 2.13 3.33 9.27 2.33 

12 7.93 2.13 3.33 9.27 2.33 

13 7.93 2.13 3.33 9.27 2.33 

14 7.93 2.13 3.33 9.27 2.33 

15 7.93 2.13 3.33 9.27 2.33 

 

In the third and fourth steps, after calculating (Oi - Ei)2 / Ei for each cell in the table, X2 can be deter-

mined for them. Here, the sum of all the values is the value of X2. 

 

Lastly, a comparison between the obtained statistical analysis to the critical data found in the chi-

square table can be made. By covenant, the significance level or alpha level (α) is almost always 0.05, 

and we have the freedom value 4, which will determine the critical value. In the Chi-Square distribu-

tion table, the meeting point of the row and column is considered a critical value. According to the ta-

ble, our critical value is 9.488 and it is higher than our obtained statistics of 0.672122178 (Appendix 

1). 

 

After comparing the critical value to the obtained test data, it can be decided whether the null hypothe-

sis is being rejected or not. Here, the critical value is higher than the obtained value. Therefore, the 

mentioned null hypothesis can be rejected. 

 

According to the result of the Chi-Square test, the null hypothesis (HO) has been rejected and the alter-

native hypothesis (H1) is accepted for achieving the research objectives. The statistical analysis sup-

ports the research statement, i.e., Leadership has an impact on employee performance of the organiza-

tion. 
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4 SUMMARY OF MAJOR FINDINGS, RECOMMENDATIONS 

4.1 Findings 

 

The research was based on a web-based survey (using Google survey form) to find out the impact of 

leadership on employee performance of the organization. The survey results show that leaders have a 

crucial impact on influencing employee behavior and job performance in the organization. This thesis 

research case company SSL Wireless commonly exercised Democratic leadership where team leaders 

from most departments support their employees. Leaders believe in empowering the employees for the 

betterment of themselves and the company. The characteristics of the Democratic leadership were as-

sessed in the survey based on participants’ responses and it shows that the Democratic leadership style 

is practiced successfully in SSL Wireless. 

Most of the employees are ready to go the extra mile for the company because they believe that their 

team leaders are acting in favor of the team’s interests, inspiring them, and building trust by supporting 

them in both their professional and personal lives. By encouraging employees to come up with new 

ideas and take part in decision-making, leaders are showing their confidence in their followers. Their 

flexibility on deadlines based on major issues is also positively impacting on employees. In techno-

based companies, employees need to be very innovative and hard-working. If they get some flexibility 

due to unavoidable issues, it will be helpful for them to work comfortably.  

The team leaders of SSL Wireless are also ensuring high-end training to increase employees’ potential 

and confidence. An effective reward system is also being practiced in SSL Wireless. According to the 

secondary data received from the SSL Wireless website, it is clear that employees are being awarded 

not only every year but also every month upon their performance and completing a project success-

fully. They get either financial incentives, promotions in positions or at least appraisal letters from the 

upper management of the company. The team leader ensures that the best performers are recognized, 

and others get encouraged to perform better afterwards. Due to the workplace culture, employees have 

a long-term plan with the company and are ready to decline the better opportunity in terms of remuner-

ation from other companies. Such findings indicate that most of the employees are satisfied with their 

working environment and supportive leadership. 

There was a minor percentage of employees who disagreed with survey statements about the practiced 

leadership in SSL Wireless. Survey results show that they are not satisfied with current leaders or the 

leadership style that has been practiced, and it’s affecting their job performance and long-term plans 



39 

 

with the company. They may require a different leadership style to be motivated and successful. How-

ever, in either case, employees’ attitudes towards the current leadership style demonstrated that leader-

ship has a very important impact on an employee’s job performance and behavior. 

 

4.2 Recommendations 

Although the paper was focused on a case study of Bangladesh, it also represents how leadership is im-

pacting the employees’ job performance around the world. The majority of the employees of SSL 

Wireless consider that the exercised leadership style, i.e., the Democratic leadership style, meets their 

expectations and increases their productivity, but there is still room for improvement for the company. 

Leaders can concentrate more on effective communication so that the dissatisfaction and misunder-

standing of the concepts may be resolved. In a democratic leadership style, though every employee is 

welcomed with new ideas and decision-making processes, it shouldn’t overwhelm the leaders and dis-

rupt the company’s achievement. Management can develop a Leadership Development Program (LDP) 

where essential training can be included to improve the quality of current leadership and retain current 

leaders, identify future potential talent and ensure that the talent has enough logical means to achieve 

the potential within the company. Management should give team leaders more power in talent acquisi-

tion and reward the current one. The leaders know better the actual situation and requirements at this 

primary level of the company. Moreover, other leadership styles can also be exercised to be effective 

with the new generation of employees. Over the years, researchers have recommended that Situational 

leadership, or the transformational leadership style, is also very effective in avoiding unwanted situa-

tions and leaders’ personal gain. A dissatisfied leader can never encourage his or her followers posi-

tively. 
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5 CONCLUSION 

Every company wants to have the strongest possible position in the market, and the way to do this is to 

maximize total staff performance, which is unquestionably influenced by effective leadership ap-

proaches.  Ineffective leadership is a primary cause of employee discontent and turnover rather than 

boosting productivity. The study shows that a supportive and inclusive leadership style influences em-

ployees’ performance positively. Although the currently exercised leadership style may seem perfect 

for a company, the situation could change over time. Therefore, it is highly recommended to overserve 

employee’s behavior and expectations towards the company.  Companies can experiment with new 

leadership styles, but they must consider the country’s cultural aspects and rapidly expanding genera-

tion. 
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Chi-Square Distribution Table 

 

 
  



 

 

APPENDIX 2/1 

 

Survey Questionnaire 

 

Basic Information 

 

• What is your gender? 

 

o Male 

o Female 

o Other 

o Prefer not to say. 

 

• Please mention your age group 

 

o 20-25 

o 26-30 

o 31-35 

o 36-40 

o Above 40 

 

• Educational Background 

 

o Bachelor’s degree 

o Master’s degree 

o Ph.D. 

o Other equivalent degree 

 

 

1. I have regular communication with my supervisor, and we discuss about issues related to work in 

details on a regular basis.  

 

2. My supervisor is always keen to guide me to resolve my problems at work and also stands by me 

in challenging situations.   

 

3. I can share my personal problems and feelings with my supervisor; he/she counsels me to mentally 

heal and guides me deal with such kind of situations.   

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 
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4. My supervisor gives me flexibility to complete my tasks whenever I am in personal hardship.  

 

5. My supervisor always discusses the processes at work and he/she ways values our opinion. It is al-

ways a Two- way communication.  

 

6. I often get training on hard and soft skills with a purpose of getting prepared for the next level.  

 

7. The management always shares the objectives of the projects with the employees. We remain clear 

about what we are doing, and which goals are to be achieved by our work.    

 

8. Employees get recognized and praised for sharing new ideas in the company.   

 

9.  We are empowered to take certain level of decisions and line managers always encourage us to 

think independently to resolves issues. 

 

  

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 
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10. Ethics, Justice, and collectiveness are highly valued in our work culture. People are clearly ori-

ented about it by HR Department at the time of joining.  

 

11. You are highly motivated to go-extra mile for the betterment of your supervisor and team. 

 

12. You have a long-term plan with your company.  

 

13. You always feel confident on challenging situations which helps you overcome easily.   

 

14. You have the feeling of ownership at work and do your job accordingly.   

 

15. You are ready to sacrifice a better opportunity in terms of remuneration in another job to stay at 

your current work culture.  

 

 

 

 

 

 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 

1 2 3 4 5 

☐ Strongly Disagree ☐ Disagree ☐ Neutral ☐ Agree ☐ Strongly Agree 


